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1 Introduction  
 Human Resources Services, Inc. (HRS) was retained by the Town of Webster, 

Massachusetts to conduct a comprehensive Compensation and Classification Study for its 

town-wide positions, both union and non-union employees.  HRS was charged with performing 

an assessment of the current wages, while reviewing current compensation practices; 

conducting a thorough job analysis and position procedures, overall compliance; and to develop 

a new system for the Town.  The Town of Webster, Massachusetts was in need of a complete 

update of its systems including new job descriptions.  Over the years, various aspects of its 

compensation and classification program have been reviewed and enhanced, however, a major 

overhaul was not done in recent years.  Therefore, the Town realized that there was an 

immediate need to address their competitiveness to the market, while ensuring internal equity 

on a town-wide basis. HRS was first charged with developing updated job descriptions that were 

legally compliant and in standard format following best HR practices.  Also, HRS was directed to 

develop a town-wide comprehensive compensation and classification plan for the various 

groups of employees, union and non-union. Since many of these positions are union, they 

would still require the need to go through the collective bargaining process.  It is our 

understanding that at the writing of this report, the Town has begun and/or concluded its union 

negotiations with the various groups; utilizing this analysis as a basis for their collective 

bargaining.  

 A Compensation and Classification Study is primarily designed to focus on internal 

and external equity of both the structure by which employees are compensated, as well as by 

the way positions relate and compare to one another across the organization.  This report 

focuses on the analysis and findings related to Webster’s general compensation for all positions 

in the Town, excluding Schools.  HRS reviewed approximately seventy (70) positions which 

represents approximately one hundred and twenty (120) employees in a variety of municipal 

functional areas for the Town.  The scope of this study was shaped by Webster’s interest in 

understanding and comparing its pay structure(s) to other similar organizations in the municipal 

industry.  

 As the economy continues to improve and other organizations look to raise their 

salaries and wages, Webster found it necessary to review its own compensation program to 
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ensure that it is competitive in order to attract and retain the necessary talent to provide 

services.  Turnover in positions can be costly for the Town, and can cause a major drain on the 

knowledge base needed to run departments in a small town, where resources are already 

limited.  HRS proceeded to develop an updated salary schedule and classification plan that was 

competitive to its surrounding market.   

 Internal equity relates to the fairness of the Town’s compensation practices among 

its current employees.  Specifically, by reviewing the skills, capabilities, duties of each position, 

it can be determined whether similar positions are being compensated in a similar manner 

within the organization.  The Classification component of this study is aimed at resolving any 

inconsistencies related to job requirements and providing some clarity to the plan in place. 

 External equity deals with the differences between how the Town classifications are 

valued and what compensation is available in the market place (local industry and outside local 

industry) for the same skills, capabilities and duties. 

 As part of the study, Human Resources Services, Inc. was tasked with: 

 Analyzing Webster’s compensation and classification plans. 

 Reviewing the organizational structures and operations through interviews 

and meetings; Employees, Department Heads, Town Administrator. 

 Conducting a thorough job analysis/job audit; updating of job descriptions 

utilizing comprehensive position analysis questionnaires (PAQs), onsite 

review of employee work environments, and employee/supervisor interviews. 

 Conducting a market salary survey and providing feedback to the Town 

regarding current market competitiveness. This also including collecting a 

variety of union contracts for the Town. 

 Conducting a classification analysis to assess internal equity and to rate and 

rank positions utilizing a standard point factor system developed by HRS. 

 Developing a compensation structure. 

 Developing and submitting, preliminary, draft and final documents 

summarizing findings and recommendations. 

 Conducting numerous phone meetings with the Town Administrator. 
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 Human Resources Services, Inc. combined qualitative as well as quantitative data 

analysis to produce an equitable solution in order to maximize the fairness and competitiveness 

of the Town’s compensation and classification structure and practices.  Best practices were 

followed and utilized throughout the duration of the project.  The following activities took place.  

 Meetings with Town Administrator, Personnel Board, and key project staff to 

discuss study issues and requirements. 

 Orientation sessions with employees; several large orientations were 

conducted to include employees, supervisors, department/division heads, 

personnel board, and administration staff.  The orientation included 

discussion on the methodology, purpose of the study, the process; it also 

included PAQ- job description training and overview. 

 Interviews of employees by an HRS consultant in person.  Also facilitation of 

meetings onsite with key management officials. 

 Salary survey, compilation and analyses; statistical comparisons. 

 Comprehensive update of job descriptions based on employee PAQ 

feedback and interviews and thorough review with HR and management. 

 Rating and ranking of positions. 

 Development of recommendations and cost-out plans. 

 Creating draft and final reports. The consultant team combined all of the 

above approaches and methods in developing this final report. 

 

 During the interview and job analysis process, we learned a great deal about each 

and every department within the Town of Webster.   The recommendations contained in this 

report are comprehensive.  The consultant team found overall most compensation practices to 

be in general compliance, but in some areas HRS found that items, such as job descriptions, 

were outdated. In a few instances FLSA status needed updating simply because the job duties 

had changed over time.  The compensation and classification system needed updating and 

modernization.  The recommendations in this report are an enhancement to those many good 
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practices which are already in place and exist today in Webster.  It is our understanding that the 

Town has plans to implement many of the recommendations included in this report.  

 HRS has developed the basic framework and organization of a sound compensation 

and classification system.  HRS has provided the Town with the needed tools to regularly 

update its plans.   
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2 Salary Survey and the Market Peers 
 To measure the pay rates amongst the Town’s municipal competitors for these 

positions.  Human Resources Services, Inc. distributed custom survey documents to 

comparable municipalities jointly identified by the Town and HRS.  Webster is somewhat unique 

because of its municipal operations have limited staffing levels compared to other similar sized 

communities.  HRS scanned similar type municipalities to ensure appropriate matches for pay 

rate comparisons. The survey instrument was designed to collect information regarding specific 

components of pay rates including minimum wages, maximum wages, and any unique 

characteristics about the positions which would affect pay.  Respondents were asked to provide 

information for those jobs that represented a best match to their Town’s positions.  As needed, 

follow-up calls were made to the comparable communities.  Sometimes it is difficult to find exact 

positions from other comparable organizations.  However, in general, if 70 percent of the duties 

and responsibilities are the same, then the position is a good match for market analysis 

purposes.  HRS also utilized its own extensive databases of information such as the Economic 

Research Institute (ERI) for state-wide municipal data, and the Department of Labor database, 

and other professional surveys such as the Massachusetts Municipal Human Resource 

Association (MMHR), and other municipal association surveys as needed. 

 HRS conducted a broad salary survey and market analysis to determine the market 

competitiveness for positions included in this study and to ensure correct industry matches. This 

was a major aspect of the analysis. HRS included survey responses from the municipalities 

listed below.  Together these communities offer a composite of similarities with regard to many 

factors that the consultants had to consider for the Town of Webster:  Auburn, Charlton, 
Douglas, Dudley, Grafton, Leicester, Millbury, Northbridge, Oxford, Southbridge, 
Spencer, Sutton, Sturbridge, and Wilbraham. 

2.1 Communication of Compensation  
 In our experience, we find that communication can always be an issue and can 

always be improved.  HRS recommends that the town work diligently throughout the process to 

communicate the compensation results to the employees, either through group meetings, 

collective bargaining, or having HRS give presentations.  Compensation can be difficult to 
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understand, why one data point was utilized and another was not; why there is more data for 

one position and less for another.  We did our best in the process to match positions to the 

market and to communicate our findings in this report.  Our process was used consistently in 

the study across all positions.  Where little or no data was available, HRS relied on its rating 

system to place positions on the classification plan. The Town’s administration should 

communicate and interface with departments as needed.  Please remember that the data is a 

point in time and should be regularly reviewed with the market at least every two - three years. 

 All of the comparative data is current FY-2020 salary information and included as 

attachments to this report.  HRS collected minimum and maximum salary ranges from the 

comparable organizations.  Certain wage data may have been pro-rated for comparison 

purposes only. When looking at the attached market data, in each cell, the top number indicates 

the minimum salary range for each position and the bottom number indicates the maximum 

salary range for each position.  Virtually every organization had some type of a compensation 

and classification plan structure.  HRS reviewed the average, range, 75th percentile, and 

variables to Webster.  HRS compared the average to Webster. 

 For each position analyzed, data points were collected from the labor market.  The 

data points indicate the amount of salary information for each position surveyed.  In some 

instances: (1) the organization did not have a comparable position; or (2) the consultants 

determined that the position was not comparable to the position in Webster; or (3) the 

information was not made available.  HRS utilized professionally discretionary judgment when 

comparing positions to the comparable data.  If there was less than two data points of salary 

information for a position, HRS placed more emphasis on the position rating when placing the 

position on the compensation/classification plan.  

2.2 Selecting Benchmark Communities 
 The communities were chosen based on a mix of these factors: form of government, 

location, income per capital, operating budgets, population, and organizational structures.  The 

consultant team met with the Town Administrator to review draft plans and the market data 

collected and discuss its meaning.  A comparison was then made to the Webster positions and 

salaries.  
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3 The Compensation Plan 
  In analyzing the competitiveness and usefulness of pay plans, HRS typically 

reviews three components: (1) base pay structure, in terms of number of grades and range from 

minimum to maximum for each grade; (2) employee turnover and ability to retain qualified 

employees; and (3) employee progression through the ranges and placement of employees in 

the ranges.  All of the pay ranges, together with the compensation policies, are referred to as 

the Compensation Plan.  An assessment of the Town’s compensation plan included the ease of 

administering the plan, the competitiveness of the pay scales, and the criteria used for 

progressing through pay ranges.  

 The proposed compensation plan is attached to this report.  Although we 

understand that the Town needs to negotiate the pay scales for each union, HRS strongly 

recommends one town-wide consolidated plan for ease in administration and internal equity.  

The Consultants found that the Town’s entry levels for many of the grades on the pay structure 

were low as compared to the market, in its totality.  Therefore, it was necessary to increase the 

entire pay plan overall.  In almost every instance, the proposed plan is slightly higher at the 

entry and maximum levels.  Comparative data was considered to set the grade parameters.  A 

new pay range was developed for each grade utilizing the salary market data and targeting 

approximately the average of the market. 

 The Town requested that the same overall structure be utilized with regard to 

number of grades and steps; keeping in mind that the scale would need to be negotiated with 

each union.  The proposed new compensation plan is more in line with the market today; 

however, the Town may want to consider expanding the ranges from minimum to maximum per 

grade in the future which will assist to reduce any compression issues within the entire 

organization and provide more room for job growth for employees.  Currently the range from 

minimum to maximum is approximately 10%.  Typically we would recommend a pay range not 

less than 20% spread from minimum to maximum.  We must point out that there is the potential 

consequences for compression of the pay due to the narrow pay ranges at 10%. 

 The proposed compensation plan is based on fiscal year 2020 market data.  This is 

a base salary plan for FY-2020.  There are nineteen (19) grades, six steps on each grade. The 
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Town shall negotiate the salary schedule with each of the unions.  Attached please find the 

classification plan and compensation plan. 



11                                                                                                                                                                                 

 

4 Job Descriptions 
The development of the new job descriptions was a major component of the study.  

It was a multi-step process to ensure that all job descriptions were accurate with essential 

functions, up-to-date, had the requisite requirements, and were ADA and FLSA compliant.  

Through the job analysis process which included each employee completing a comprehensive 

HRS Position Analysis questionnaire (PAQ), HRS discovered that many of the current job 

descriptions needed significant updating.  Based on employee feedback and 

employee/supervisor comments on the PAQ tool, job descriptions were updated so as to better 

reflect actual work performed and to streamline and standardize the formats.  The town staff 

and the departments further reviewed the job descriptions to ensure accuracies.  HRS’ 

proposed job descriptions are submitted to the Town as part of this final report.  They are 

submitted in electronic Word format only through a secure web portal for the Town 

Administrator’s office, for ease in future maintenance and updating.   

In addition to assisting with the development of job analysis and classifications, 

good job descriptions produce many other important benefits to the Town.  These job 

descriptions emphasize the purposes of each position and the types of results which each 

incumbent is expected to produce.  Representative examples of the work performed and the 

minimum qualification requirements are listed.  These job descriptions are small but important 

components of more comprehensive personnel, organizational, and administrative systems or 

plans.  They can and should be used not only for recruitment and promotion, but as tools to 

assist in the administration of the Town.  They help define initial expectations, provide 

fundamental building blocks for administering compensation systems, and give additional 

definition to organizational charts.  They can and should be used when developing employee 

objectives, performance plans and performance appraisals. The job descriptions will also assist 

the Town of Webster to be an EEO/AA/Pay Equity employer. 

The job descriptions presented to the Town are up-to-date and current, clear, and 

identify the duties of each position, as well as the education, experience, training, knowledge, 

ability, and skills, and competency levels required.  Further they are now FLSA and ADA 

compliant. 
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4.1 The Classification Plan 
        Classification is the process of grouping individual positions into broader groupings 

for personnel, budgeting, and other management purposes.  The classification plan ties into the 

salary schedule (compensation plan).  The classification process conducted by HRS sorted the 

work of individual positions based on type of work and then levels of responsibility, skill and 

difficulty.  A new classification plan was a major requirement for this study.  Consolidation of 

positions and retitling of jobs were required in some cases in order to modernize or 

appropriately name the position within the organization.  Certain positions were regrouped to 

make better internal equity alignments.   

 

     Additionally, the classification plan’s accompanying compensation plan had fallen 

slightly out –of-sync with the market and needed updating to better reflect a competitive stand.  

Consideration of the external market as well will benefit the organization in a number of ways.  A 

competitive pay structure will allow the Town to be an effective recruiter in the market place for 

all municipal positions, contribute to a reduction in employee turnover, and set the precedent to 

offer comparable-based salaries for positions.  

 

       Many of the employees provided the HRS team with issues specific to individual 

classifications which were analyzed during the PAQ process. A couple of general themes were 

consistent: 

 

 It was observed by some that job titles often did not reflect the actual work being 

performed in the job and that job descriptions overall needed to be updated. 

 

 There was a strong concern that too many employees were wearing too many 

hats; in other words, staffing levels seemed low. 

 

 Many felt their salaries were low in general to the market, but felt fairly treated 

with regard to compensation within the organization. 
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4.2 Succession Planning 
 The age of the workforce and growing retirement eligibility should be concerning for 

Webster, as it is for many public organizations today.  It is not an emergency, but workforce 

planning will assist with filling positions as the jobs turnover.  Workforce and succession 

planning need to become a collaborative effort with compensation management planning.  A 

formal succession plan and process will allow the Town to project retirements and prepare for 

replacement of lost competencies and skills.  The Town should identify future workload and 

activities; analyze competencies and skill sets needed in the future workforce.   This will assist 

with future recruitment, promotions, and transfers. 
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5 Solutions and Administration 
 Throughout the study, the HRS consultant team discussed with the Town 

administration staff the market data collected and its meaning, and reviewed draft compensation 

and classification plans. Based on the information received, some adjustments were made to 

the plans as deemed appropriate by HRS.  It was the Town’s desire to stay within its current 

administration program of pay ranges and six (6) steps.  Further it was the Town’s desire to 

benchmark to the average of the market.  This system will continue to provide the Town with 

flexibility.  The recommendations for this compensation and classification plan is designed 

based on the results of the previous phases within this study process and reflect best practices 

and the desired market position the Town.  Whenever possible, client input was received and 

considered without compromising the objectivity of the study and analysis. 

 The Town should continue to use the average of the market for targeting pay 

ranges.  An annual cost-of-living adjustment to the plan will also assist in eliminating salary 

compression.  Webster is a major community in central Massachusetts where at the minimum, 

the average salaries are required to recruit and retain a qualified workforce. 

 Whenever a vacancy develops, it is a good time to automatically review the position.  

This may involve a job analysis and updating the job description and reviewing the market for 

the particular position.  The tools provided to the Town will be helpful in conducting this type of 

analysis.  
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6 Conclusion 
 In conclusion, through a comprehensive job analysis, the consultants reviewed each 

position to see: what work was being done; how the work was being done; why the work 
was being done; and what knowledge, skills, and abilities were involved in doing the 
work.  This was done for each position and was a very inclusive and labor intensive process.   

 Any compensation system will fail to meet a municipality’s needs if it does not have 

strong administrative support.  Throughout the study the town officials were very engaged and 

supportive of the process and as a result, have a positive outcome from this study.  However, 

recommendations are derived from data for a fixed period of time.  In other words, 

compensation plans have definitive shelf lives, after which, they will fail to compete with the 

market and cause recruitment and retention strain for the Town over time.  Without proper 

maintenance, the compensation structure will lose its effectiveness and market competitiveness 

over a period of time.  We recommend regular benchmarking to the external market, at least 

every two - three years.  We also recommend that the entire plan be reviewed again in five 

years. 

  MEPA 

 On July 2, 2018 Massachusetts implemented its new pay equity law.  The 

Massachusetts Equal Pay Act (MEPA) generally provides that “No employer shall discriminate 

in any way on the basis of gender in the payment of wages, or pay any person in its employ a 

salary or wage rate less than the rates paid to its employees of a different gender for 

comparable work.” The law defines “comparable work” as work that requires substantially 

similar skill, effort, and responsibility, and is performed under similar working conditions. M.G.L. 

c. 149, § 105A (“MEPA”).  The Town has taken the right steps to ensure pay equity by 

commissioning this study to conduct job analysis/job audits for all positions, ensure job 

descriptions are updated and compliant with FLSA, and to ensure that there is pay equity 

throughout the organization.  
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7 Stats, Data, and Plans 
 The following pages are the details from our analysis including the compensation 

and classification plan.   
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1 Administrative Assistant 22.14 12.91        19.07 20.66        20.23        18.88        23.00 7
27.05 17.43        28.56 25.15        25.11        22.56        28.87 7

2 Administrative Assistant II 13.88        24.87        19.85        18.78 4
18.72        30.22        24.14        30.06 4

3 Administrative Assistant - Highway 25.29        20.07        19.05        25.17        18.85        18.88        5
27.98        28.36        23.02      19.43        19.92        34.05        20.83        22.56        7

4 Administrative Assistant - Sewer 20.07        15.93        18.85        3
26.52        28.36        21.87      21.91        19.92        20.83        5

5 Administrative Assistant - Water 0
27.44        21.87      1

6 Administrative Secretary 13.21      25.14        18.45        16.48 4
18.29      28.43        23.74        25.04 4

7 Adult Services Librarian 25.29        19.07 24.80        22.26      24.11        4
27.98        28.56 30.13        27.63      32.03        28.82        5

8 Animal Control Officer 20.43        19.05        17.56        25.46 4
26.22        28.05        22.55      $11,484/yr 20.24        $16,937/yr 23.17        20.38      $17,400/yr 20.98          25.46 7

9 Assistant Animal Control Officer 0
11.33        $5,200/yr $5,928/yr $1,152/yr $100/day 0

10 Assessor- Chief Assessor 30.65        34.25 24.08        29.90 29.73 43.27        32.31      29.27        31.67 9
35.00        42.08        37.93      41.85 32.48        50.83 36.41        33.17        44.31 48.50        40.12      38.19        46.22        47.50 13

11 Assistant Collector 25.29        20.43        19.27 16.16        19.43 21.84 25.17        20.55        24.11        18.78 9
27.98        28.05        23.81      23.49 21.34        33.04 32.72 34.05        22.67        28.82        30.06 10

12 Assistant to Town Assessor 25.29        20.43        22.14 24.87        20.41 18.85        18.78 6
27.98        28.05        25.06      27.05 20.25        30.22        30.57 20.83        30.06 8

13 Assistant Town Accountant 25.29        20.43        13.88        24.87        25.17        24.48      18.85        18.78 7
27.98        28.05        26.00      18.72        20.77        25.48        30.22        34.05        30.40      20.83        30.06 10

14 Assistant Town Clerk 25.29        20.43        19.32 13.88        19.43 24.87        20.41 25.17        18.85        18.88        18.78 10
27.98        28.05        23.34      23.60 18.72        33.04 20.77        25.24        30.22        30.57 34.05        20.83        22.56        30.06 13

15 Assistant Treasurer 25.29        16.16        19.43 21.84 24.41        18.78 5
27.98        23.81      21.34        33.04 20.77        23.61        32.72 28.82        30.06 8

16 Assistant Youth Services Librarian 25.17        24.13 2
37.27        24.53      34.05        35.44 3

17 Building Inspector per 30.65        32.11 25.38        29.90 per 35.03        23.37 32.94        26.94      30.73        31.67 10
inspection 42.08        37.93      39.23 35.23        50.83 inspection 39.77        42.59        35.03 39.78        33.43      41.39        46.48        47.50 13

18 Gas Inspector per per $75 per per $50 per 0
inspection inspection inspection inspection $18,834/yr $13,530/yr $18,500/yr $5,696/yr $11,796/yr inspection 0

18 Plumbibg Inspector per per $75 per per $50 per 0
inspection inspection inspection inspection $18,834/yr $13,530/yr $18,500/yr $5,696/yr $11,796/yr inspection 0

19 Electrical Inspector per per $75 per per $50 per 0
inspection inspection inspection inspection $13,530/yr $21,500/yr $13,920/yr inspection 0

20 Chief Of Maintenance - Sewer 0
34.64        0

21 Chief of Police 40.08 39.13 46.53      69.33        59.78 5
61.04        63.09        62.92      56.78 45.28        68.13 58.52        68.51        55.12        58.46 62.98        57.77      40.00        69.33        78.51 14

22 Clerk for Director of Planning 19.08        18.33        13.88        18.45        18.85        18.88        5
21.11        25.90        21.87      18.72        19.92        23.74        20.83        22.56        7

23 Clerk -Kitchen/Senior Center 19.08        0
21.11        0
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24 Clerk -Treasurer's Office 21.10        18.33        19.24 21.53        16.50 18.85        19.03        6
23.34        25.90        23.54 21.84        26.16        25.04 20.83        22.75        7

25 Conservation Agent 32.11 29.90 23.37 32.94        29.27        5
20.90        30.21      39.23 $6,000/yr 50.83 27.83        35.03 39.78        46.22        7

26 Custodian - DPW 21.75        16.66      14.22 15.43 19.87        4
24.04        19.00        19.72      24.17 18.09        21.71        23.34 22.41        7

27 Deputy Chief Fire Rescue 31.77 38.52        30.35 3
29.81        48.11        41.26      42.51 56.54        $9,600/yr 46.84 5

29 Driver/Laborer 22.23        24.32        22.72        16.21        17.05        22.41        19.50        6
24.57        25.77      27.50        23.62        22.26        22.26        25.41        22.61        7

30 Director of Public Health 36.78        29.73 43.27        26.94      29.27        5
33.85        50.49        44.31 48.50        33.43      37.69        46.22        6

31 Executive Assistant to Police Chief 20.07        24.59 13.88        27.15        19.07 25.17        19.03        7
29.89        28.36        22.59      30.07 18.72        23.08        21.84        33.00        28.56 30.05        23.89        22.75        11

32 Executive Assistant to Town 25.54        24.59 17.27        18.39 37.17        20.41 28.95        24.48      19.03        18.78 10
Administer 29.89        35.06        25.09      30.07 23.29        31.27 23.74        25.48        45.17        30.57 34.65        30.40      28.33        22.75        30.06 14

33 Fire Captain 31.08        25.08        30.55        31.06 4
21.07        37.04        31.40      32.36        30.88        32.39        20.50      26.24        31.06 8

34 Fire Chief 36.93 43.80        46.53      54.36        51.92 5
42.55        63.02        47.81      45.11 50.84        33.34        48.64        46.17 52.56        57.77      40.00        54.36        62.64 12

35 Foreman - Laborer/Operator 27.04        22.43 25.59        23.37 28.28        27.68        5
29.91        32.31      27.41 27.88        35.15        35.03 34.76        32.15        7

36
Grade 6 or 7 Operator - Wastewater 
Treatment Plant 30.23        20.39 25.98        2

33.42        24.91 28.98        2
37 Harbormaster 0

stipend $1,040/yr 0
38 Health Inspector 20.43        24.11        12.46 3

28.05        $20,000/yr 33.45        28.82        12.46 4
39 Heavy Motor Equipment Operator 22.91        23.90        20.39 25.27        21.02 20.77        22.46        16.50 24.33        23.23        19.82 10

25.37        25.10        29.40      24.91 28.27        25.59 28.52        29.34        25.04 27.70        27.11        23.95 11

40
Highway Motor Equipment 
Repairman 27.53        24.77 25.95        23.28 23.96        20.41 25.24        23.24        7

30.44        28.95      30.25 28.93        28.32 31.31        30.57 29.15        27.11        8
41 Highway Superintendent 30.65        39.70 27.88        29.90 34.83        38.75        37.75        27.71 8

37.36        42.08        49.94      48.50 39.86        50.83 39.53        42.33        43.43        43.45        54.60        41.56 11
42 Highway Working Foreman 19.20        22.66        24.63        23.37 28.39        5

26.10        30.93      26.30        27.88        31.13        32.15        35.03 36.32        8
43 Information Technology Director 34.62        35.03        27.71 26.89        34.68 5

25.35        47.52        25.63      $8,270/yr 42.59        41.46 40.67        53.53 6
44 Library Assistant 25.29        14.60 16.17 13.03        14.45 19.59        18.39      12.30        18.88        14.81 9

27.98        17.73      17.83 27.52 26.32        20.11        15.82        21.69 23.83        22.83      12.61        22.56        19.05 12
45 Library Director 32.11 26.55        29.90 35.03        27.71 32.26        32.31      28.17        31.67 9

28.47        48.20        38.22      39.23 36.83        50.83 36.40        30.29        42.59        41.46 43.82        40.12      40.89        47.50 13
46 Mechanic - Sewer 23.73        25.14        21.02        23.96        3

26.25        28.17        28.57        31.31        3
47 Motor Equipment Operator - Laborer 22.23        21.66        18.66 24.32        18.68 24.10        15.43 22.41        17.19 8

24.57        22.87        22.80 27.50        22.72 25.05        23.34 25.41        20.70 8
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28 Police - Deputy Chief 38.52        1
56.18        56.54        1

48 Police Patrol Officer - Base 28.00        27.07      19.61 27.21        26.55        26.89 26.48        27.23        30.04 8
30.36        33.62      31.03 31.66        38.77        34.07        32.73 35.71        32.95        30.46 9

49 Police Lieutenant - Base 40.85        30.87 33.85        34.36        3
40.85        55.74      52.47 46.91        55.77        47.02        40.58        47.12        7

58 Police Sergeant - Base 32.76        37.16      30.19        36.79        27.76 31.53        35.02        36.56 7
35.52        39.67      34.27        37.60        47.52        39.19        37.65 35.40        37.91        36.56 9

59 Police Sergeant Detective -Base 34.40        37.51        1
37.30        39.55      39.91        2

60 Police Sergeant /Shift Supervisor 32.76        42.18        1
44.40        48.61      47.30        2

50 Principal Clerk - Accounts Payable 22.99        18.33        16.75        18.78 3
25.44        25.90        21.84        19.92        30.06 4

51 Program Director - Senior Center 19.08        13.03        18.54 16.75        3
21.11        20.00      19.43        15.82        25.04 18.11        19.92        6

52 Recreation Director 25.54        29.90 27.71 24.50        31.67 5
23.46        35.06        50.83 41.36 22.83        29.28        47.50 6

53 Senior Building Custodian 21.75        0
24.04        24.60      12.63        2

54 Senior Center Director 25.41        25.69 29.90 29.86        27.71 26.94      29.27        26.39 8
43.63        34.89        30.00      31.39 $15,954/yr 50.83 31.71        32.93        36.31        41.46 33.43      46.22        41.47 11

55 Senior Clerk - Building Inspector 21.10        18.33        13.88        21.53        18.88        18.78 5
23.34        25.90        23.02      18.72        26.16        22.56        30.06 6

56 Senior Clerk - Head of Circulation 21.10        18.45        19.85        2
23.34        23.74        24.14        2

57 Senior Operator - WWTP 28.30        20.39 25.98        28.31        3
31.31        24.91 28.98        37.00        3

61 Sewer Attendant 26.86        25.14        25.99        2
29.70        24.94      28.17        33.93        3

62 Superintendent Sewer Department 30.65        27.88        30.71 34.83        32.31      5
36.91        42.08        37.41      39.86        52.21 42.33        40.12      41.42        7

63 Superintendent Water Department 27.88        38.78      27.71 3
46.58        37.41      39.86        48.14      41.56 4

64 Town Accountant 36.95 22.93        29.90 36.44        36.54 44.99        32.31      29.27        31.67 9
48.08        71.49        55.35      45.11 31.55        50.83 34.43        46.91        44.29        54.56 52.13        40.12      60.15        46.22        47.50 14

65 Town Administrator 82.42        55.49 2
91.25        61.10 54.09        71.10 71.31        83.65        72.93 70.85        82.42        58.89 10

66 Town Clerk 35.03        29.73 33.12        32.31      30.73        38.14 6
37.36        37.33        35.00      35.85 29.29        32.46 32.91        34.38        42.59        44.31 40.00        40.12      39.47        46.48        38.91 14

67 Town Planner 25.54        32.11 34.96 35.03        27.71 33.12        32.31      39.26        8
34.33        35.06        40.86      39.23 41.42        59.44 42.40        41.11        42.59        41.46 40.00        40.12      44.59        53.85        13

68 Treasurer/Collector 30.65        32.11 29.90 36.44        29.73 44.99        32.31      42.37        34.68 9
34.62        42.08        36.10      39.23 43.26        50.83 31.94        34.86        44.29        44.31 52.13        40.12      38.66        60.85        53.53 14

69 Truck Driver 22.23        24.32        22.72        2
24.57        27.50        23.62        2

70 Utility Maintenance Worker 22.01        21.69 1
24.33        16.10        27.74 2
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71 Veterans Services Officer 15.43 24.48      stipend 26.39 3
24.43        $14,935/yr $16,000/yr 22.07        $6,630/yr $17,516/yr 23.34 30.40      $9,532/yr 41.47 4

72 Water Operator 23.96        24.77 24.32        26.94      3
26.51        30.25 27.45        33.43      3

73 Water Working Foreman 27.53        23.01 1
30.44        27.74 1

74 Working Foreman - Highway 27.53        24.63        28.28        2
30.44        26.10        32.31      32.15        34.74        34.62        5

75 Youth Services Children's Librarian 22.99        22.14 14.48        22.23 27.15        19.07 23.63        24.48      24.11        8
25.44        23.68        21.87      27.05 19.53        37.79 23.65        33.00        30.57 28.70        30.40      21.62        28.82        12
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Ad i i i  A i71 Veterans Services Officer
24.43        

72 Water Operator 23.96        
26.51        

73 Water Working Foreman 27.53        
30.44        

74 Working Foreman - Highway 27.53        
30.44        

75 Youth Services Children's Librarian 22.99        
25.44        

 Comp 
Average 

 Comp Lo-Hi 
Range 

 Comp 
Median 

 75% of 
Market 

% Webster 
Higher/Lower 

than Avg.

22.10   15.43     24.48   25.43      
29.32   41.47     26.87   33.17      -20.0%
25.34   24.32     24.77   25.86      -5.8%
30.38   33.43     30.25   31.84      -14.6%
23.01   23.01     23.01   23.01      16.4%
27.74   27.74     27.74   27.74      8.9%
26.46   24.63     26.46   27.37      3.9%
31.98   34.74     32.31   34.62      -5.1%
22.16   14.48     22.93   24.20      3.6%
27.22   37.79     27.88   30.44      -7.0%






















































































	1 Introduction
	2 Salary Survey and the Market Peers
	2.1 Communication of Compensation
	2.2 Selecting Benchmark Communities

	3 The Compensation Plan
	4 Job Descriptions
	4.1 The Classification Plan
	4.2 Succession Planning

	5 Solutions and Administration
	6 Conclusion
	7 Stats, Data, and Plans
	Webster FY20 Market Data Report  8 4 2019.pdf
	Comp Market data
	Titles

	Webster Pay and Class 10-13-19.pdf
	Cur Market Prop
	Proposed Pay Plan
	Est Cost Out
	Proposed Classification Plan
	Curreny Pay 

	Comparative_Report.pdf
	Comparative Communities


